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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Mikhambathini Municipality herein represented by
MR ERIC NGCONGO in his capacity as the Mayor
(hereinafter referred to as the Mkhambathini Municipality or Supervisor)

and

MR S MNGWENGWE
{Identity Number - 850303 6087 083)
Employee of Mkhambathini Municipality
(hereinafter referred to as the Municipal Manager).
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1. INTRODUCTION

1.1

1.2

1.3

1.4

The Employer has entered into a contract of employment with the Employee in terms
of section 57(1)(a) of the Local Government: Municipal Systems Act 32 of 2000 (“the
Systems Act”). The Employee and the Employer are hereinafter referred to as “the
Parties”. :

Section 57(1)(b) of the Systems Act, read with the Contract of Employment concluded -

between the parties, requires the parties to conclude an annual performance
agreement.

The parties wish to ensure that they are clear about the goals to be achieved, and
secure the commitment of the Employee to set of outcomes that will secure local
government policy goals.

The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and
57(5) of the Systems Act.

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

21

2.2

2.3

24

2.5

comply with the provisions of Section 57(1)(b),(4A),(4B) and (5} of the Act as well as
the employment contract entered into between the parties;

specify objectives and targets established for the Employee and fo communicate to

the Employee the Employers expectiations of the Employee’s performance and
accountabilities

specify accountabilities as set out in a performance plan, (Annexure A)
monitor and measure perfermance against set targeted outputs;
use the performance agreement and Performance Plan as the basis for assessing the

suitability of the Employee for permanent empleyment and/or to assess whether the
employee has met the performance expectations applicable to his/her job;
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2.6

2.7

appropriately reward the Employee; in accordance with the Employers performance
management policy in the event of outstanding performance; and

give effect to the Employers commitment to a performance-orientated relationship with
its Employee in attaining equitable and improved service delivery.

3 COMMENCEMENT AND DURATION

341

3.2

3.3

3.4

3.5

4.1

4.2

4.3

4.4

This Agreement will commence on the 01 January 2020 and will remain in force until
30 June 2020 thereafter a new Performance Agreement, Performance Plan and
Personal Development Plan shall be concluded between the parties for the next
financial year or any portion thereof, if applicable.

The parties will review the provisions of this Agreement at the end of each quarter.
The parties will conclude a new Performance Agreement and Performance Plan that
replaces this Agreement at least every quarter (if applicable) by not later than the
beginning of each successive quarter.

This Agreement will terminate on the termination of the Employee contract of
employment for any reason.

The content of this Agreement may be revised at any time during the above-mentioned
period to determine the applicability of the matters agreed upon.

If at any time during the validity of this Agreement the work environment alters (whether
as a result of government or councit decisions or otherwise) to the extent that the
contents of this Agreement are no longer appropriate, the contents shall immediately
be revised.

‘4 PERFORMANCE OBJECTIVES

The Performance Plan (Annexure A) sets out-

{a) the performance objectives and targets that must be met by the Employee;
and

{b) the time frames within which those performance cbjectives and targets must
be met.

The performance objectives and targets reflected in Annexure A are set by the
Employer in consultation with the Employee and based on the Integrated
Development Plan, Service Delivery and Budget Implementation Plan (SDBIP) and the
Budget of the Employer, and shall include key objectives; key performance indicators;
target dates and weightings.

The key objectives describe the main tasks that need to be done. The key performance
indicators provide the details of the evidence that must be provided to show that a key
objective has been achieved. The target dates describe the timeframe in which the
work must be achieved. The weightings show the relative importance of the key
objectives to each other.

The Employee’s performance will, in addition, be measured in terms of contributions
to the goals and strategies set out in the Mkhambathini Municipality's Integrated
Development Plan.
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5 PERFORMANCE MANAGEMENT SYSTEM.

The Empley'e'e agrees to participate in the performance management system that
Employer the adopts: or introduces management and municipal staff of the
Mkhambathini Municipality.

The Empl_o'y'ee accepts that the purpose of the performance management system will
be to provide a comprehensive system with specific performance standards to assist
the Employer, management and municipal staff to perform to the standards required.

The Employer will consult the Employee about the specific performance standards
that will be included in the performance management system as appllcable to the
Employee

The Employee agrees to participate -in  the performance management and
development system that the Employer adopts. o
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implementation of the KPA's (including special projects relevant to the employees
responsibilities) within the local government framework. :

The criteria upon which the performance of the Employee shall be assessed shall
consist of two components, both of which shall be contalned in the Performance
Agreement.

{a) The Employee must be assessed against both compone'nts with a weighting
of 80:20 aliocated to the Key Performance Areas (KPAs) and the Core
Managerial Requirements (CMC s) respectively.

{b) Each area of assessment will be we|ghted and will contribute a specific part to
the total score.

{c) KPAs covering the main areas of work will account for 80% and CMCs will
account for 20% of the final assessment.

The Employee assessment will be based on his / her performance in terms of the outputs/
outcomes (performance indicators) identified as per attached Performance Plan
(Annexure A), which are linked to the KPA's, and will constitute 80% of the overall
assessment result as per the. weightings agreed to between the Employer and the
Employee: :

Basic Service Delivery S ' O
Municipal Institutional Development and Tran:'sfo.rmati.on . /0 %
Local Economic Development (LED) ' ' _ o
Municipal Financial Viability and Management . _ = 5%
Good Governance and Public Participation S .:' 1 65 yA
Cross Cutting Issues ' o ?_C?%
Total B T



5.7 The CMCs will make up the other 20% of the Employee’s assessment score. CMC’s
that are deemed to be most critical for Employee specific job should be selected (V)
from the list below as agreed to between the Employer and Employee.

Impact and influence
institutional Performance Management '
Strategic Planning and. Management QO '
. - Organisational Awareness
2. People Management Human Capital Planning and DeveIOpment
Diversity Management . g
Employee Relations Management
, : Negotiation and dispute Management
)—'E\.Programme and Project ‘Management Program and project Planning and Implementation
Lo | -

o
Service Delivery Management | 5
20

Strategic Direction and Leadership

- Program and Project Management and Evaluatlon
4. Financial Management Budget Planning and Execution'.
o Financial Strategy and Delivery

: . Financial Reporting-and IVIonito ing
5. Change Management : Change Vision and Strategy
: 1 Process Design and Improvement . 5

- ‘Change lmipact Monitoring and Evaluation
-6.Governance Leadership - Co Palicy Formulation - -
: ' : Risk and Compliance Management f :

" | Able to |dent|fy trlggers apply reasonlng thatpromotes B
1 honesty and integrity and consistency display behavior | -
that reflects moral competence S b

8.Planning and Organizing “.| Able to plan, pricrities and crganlze information and
S : . resources effectively to ensure the quality of service |..
( ) ' o delivery and build efﬂment contmgency Plans to |
’ : ' manage risk _ =

9. Analysis and Innovation Able to critically analysis information chaﬂenges and

: trends to establish and implement fact based solutions
that are innovative to improve institutional processes in S
order to achieve key strategic objectives.

10.Knowledge and Information- Able to promote the generation and sharmg of
Management knowledge and information through various processes

o and media, in order to enhance the collectlve S
knowledge: base of Iocal government

11.Communication Able to share mformatlon knowledge and ideas in a _

clear, focused and concise manner, appropriate for the -~
audience in order to effectively convey, persuade and ‘D
influence stakehoiders to achieve the deswed outcome.

5|P:e.rf0rmance Agreemeﬂt: M.uni.ci.pal M-anage1_-
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measure results and quality against

6|Performance Agreement: Municipal Manager
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12.Results and Quality Focus B Able to maintain high quality standards, focus on
: achieving results and objects while consistently sfriving
to exceed expectations and encourage others {0 meet 5
quality standards,. Further too actively moniter and
identified
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6. EVALUATING PERFORMANCE
6.1 The Performance Plan (Annexure A) to this Agreement sets out -
{a) the standards and procedures for evaluatlng the Employee performance and
{b) the intervals for the evaluation of the Emp[oyee_performance. | |

6.2 Despite the establishment of agreed intervals for evaiuatlon the Employer may n
addition review the Employee’s performance at any stage while the contract of
employment remains in force;

6.3 Personal gro_wth and development needs’_identifie"d_ during -any performance review
discussion must be documented in a Personal Development Plan as well as the actions
- agreed to and implementation must take place within set time frames.

6.4 The Employee pe’rformance will be measured in terms of contributions to the goals and
strategles set out In the Empioyer’s IDF. :

C

7 The quarterly performance appraisals will involve:
71 Assessme‘n‘t_of the achievement of results as outlined in the performance plan:
(a) " Each KPA should be assessed according to the extent to which the

specified standards or performance indicators have been met and with due
regard to ad hoc tasks that had to be performed under the KPA.

(b) An indicative rating on the five-point scale should be provided for each
KPA,
(c) The applicable assessment rating calculator (refer to paragraph 7.3 below} -

must then be used to add the scores and calculate a final KPA score.

7.2 Assessment of the CMCs

(a) Each CMC should be assessed according to the extent to which the
specified standards have been met.
| { (b) An indicative rating on the five-paint scale should be provided for each
" CMC.
(c) The applicable assessment rating calculator {refer to paragraph 7.1) must

then be used to add the scores and calculate a final CMC score,
7.3 Overall rating
(2) An overall rating is calculated by using the applicable assessment-rating

calculator. Such overall rating represents the outcome of the performance
appraisal.

(b) :'I'he'-é.s:se'ssment of the performance of the Employee will be based on the
following rating scale for KPA's and CMCs:

7|Performance Agreeménf: Menicipal Manager



Performance far exceeds the standard
expected of a employee at this level. The
appraisal indicates that the employee has
Outstanding achieved above fully effective resulis against
performance all performance criteria and indicators as
specified in the PA and Performance plan and
maintained this in all areas of responsibility
throughout the year.

Performance is significantly higher than the
Performance standard expected in the job. The appraisal

significantly indicates that the employee has achieved

above above fully effective results against more than

expectations half of the performance criteria and indicators

_ and -fully -achieved all others throughout the
' year,

Performance fully meets the standards
expected in all areas of the job. The appraisal
indicates that the employee has fully achieved
Fully effective effective results. against all significant
performance criteria and indicators as
specified in the PA and Performance Plan.

C

Performance is below the standard required | -
for the job in key areas. Performance meets |
.| some of the standards expected for the job.
Not fully effective | The review/assessment indicates’ that the | -
7 | employee ‘has achieved below fully efféctive |

| results against. more than- half the: key|.

_ | performance criteria and  indicators' .as |-
| specified in the PA ‘and Performance Plan.. - -

Perfarmarice does not meet the standard |. -
. | :expected for the job. The review/assessment |. -
{"indicates that the employee has achieved:

Unacceptable | below fully effective results against almost all
performance of the performance criteria and indicators as
.| specified in the PA and Performance Plan. The

| employee has failed to demonstrate the |
-commitment or ability to bring performance up |-
to the level expected in the job despite.
management efforts to  .encourage.

| improvement.

SIPerform.ancjé .Agre.emenf:. M.unic_ii_p.al_ Manager | 5 N
S 2L .G . 2. &



7.4 For purposes of evaluating the annual performance of the Employes, an evaluation panel
constituted of the following persons must be established -

7.4.1  Member of the Executive Committee; ..
7.7.4  Chairperson/ Member of the Audit Committee;
7.7.5  Municipal Manager from another Municipality

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of Employee in relation to his / her performance agreement shall be
reviewed on the following dates with the understanding that reviews in the first and third
quarter may be verbal if performance is satlsfactory SR

| Firet quartar Juby 3020 Sowtombor 2020 ‘Bofore  the ond of
October 2020
" ‘| 'Second guarter October 2020— December 2020 | Before the end of

January 2021

Third guarter January 2021- March 2021 Before the end of April -
2021

Fourth quarter - April 2021~ June 2021 Before the end of July

. T 2021

8.2 The’ Employee shall keep a record of the mid-year review and annual assessment
meetlngs

8.3 Performance feedback shall be based on the Employer's assessment of the Employee’s
performance,

8.4 The Employer will be entitled to review and make reasonable changes to the provisions
of Annexure “A” from time to time for operational reasons. The Employee will be fully
consulted before any such change is made.

8.5 The Employer may am’end-t_h_e 'previ'sior_js of Annexure A whenever the performance
management system is adopted, implemented and / or amended as the case may be. In
that case the Employee will-be fully consulted before any such change is made.

9. DEVELOPMENTAL REQUIREMENTS
The Personal Development Plan (PDP) for addressing developmental gaps is attached as
Annexure B. .

10. OBLIGATIONS OF THE MKHAMBATHINI MUNICIPALITY
10.1 The Employer shall -

10.11 create an enabling environment to facilitate effective performance by the
Employee;

10.1.2  provide access to skills development and capacity building opportunities;

9|Performance -Agreement: Municipal Manager
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10.1.3  work collaboratively with the Employee to solve problems and generate
solutions to common problems that may impact on the performance of the
Employee

10.1.4  on the request of the Employee delegate such powers reasonably required by
the Employee to enable him / her to meet the performance objectlves and
targets established in terms of this Agreement and

10.1.5 make available to the Employee such resources as the Employee'ma'y
reasonably require from time fo time to assist him / her to meet the
performance objectives and targets established in terms of this Agreement.

11, CONSULTATION. -

11.1 The Employer agrees to consult the Employee timorously where the exercising of the
powers WI|| have amongst others —

11.1.1_-_ a d_|rect effect on the performance of any of the Employee

11.1 .2__' _c'omrnit the Employee to implement or to give effect to a decision made by the
Employer; and

11.1 3 a substantial financial effect on the Employer,

11.2  The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 10.1 as soon as is. practicable to
enable Employee to take any necessary action without delay.

12, MANAGEMENT OF EVALUATION OUTCOMES

12.1  The evaluation of Employee performance will form the basis for rewarding cutstanding '
performance cr correcting unacceptable performance.

12.1.1 A performance bonus of between 5% to 14% of all-inclusive annual remuneration
package may be paid to the Municipal Manager in recognition of outstandlng
performance to be constituted as follows:

12.2.1 a score of 130% to 149% is awarded a performance bonus ranging from 5% to
9%, and

12.2.2 a score of 150% and above is awarded a performance bonus ranging from 10% to
14%.

12.2  the Employee will be eligible for progression to the next higher remuneration package,
within the relevant remuneration band, after completion of at least twelve months (12)
service at the current remuneration package on 30 June (end of financial year) subject
to a fully effective assessment.

12.4 ln the case of unacceptable performance, the Mkhambathini Municipality shall —

12 4 1 prowde systematic remedial or developmental support to assist the Employee
_ to improve his or her performance; and

12._14.2- : 'a'fter appro'prlate performarice counselling and having provided the necessary
~ guidance and/ or support as well as reasonable time for improvement in
performance, the Mkhambathini Municipality may consider steps to
terminate the contract of employment of the Employee on grou nds of unfithess

or |ncapac|ty to carry out h|s or her duties.

Z 2w T



13. DISPUTE RESOLUTION
13.1  Any disputes about the nature of the Employee performance agi’eémerit whether it
relates to key responsibilities, priorities, methods of assessment and/ or any other
matter provided for, shall be mediated by - -

13.1.1 the MEC for local government in the province within thlrty (30) days of receipt
of a formal dispute from the Employee; or

13.1.2 any other person appointed by the MEC.
13.2 . In the event that the mediation.process contemplated above fails, clause 20.3 of the
_' Contract of Employment shall apply.
| O . i3, GENERAL
14.1 The contents of this agreement and the outcome of any review conducted in terms
of Annexure B may be made available to the public by the Employer.
14.2 Noth|ng"|h this agreement diminishes the obligations, duties or accountabilities

of the. Employee in terms of his/ her contract of employment, or the effects of
existing or new regulations, circulars, policies, directives or other instruments.

11{Performance Agreement: Municipal Manager
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SIGNED AT CAMPERDOWN ON THIS THE i 4 DAY OF Jpanvary 2020.

AS WITNESSES:

i —

/'PFIE MR

R e ) el L
(-\ : JIGNED AT CAMPERDOWN UN JTHIS THE __[XJ DAY OF eﬁia'ﬂ“wg 2020.

AS WITNESSES:

MUNICIPAL\NNANAGER

_ 12 |P erforma n_cém'Agfeéméﬁt: -l\}[nu-r;i.cipal ‘Mana gel



Appendix B

PERFORMANCE DEVELOPMENT PLAN

Entered into by and between

LI RALZNIARAP ATILIIRILI RALIRIEAEIM AL I"l"\l
1IN WINMTANIDATTIHINI MIUNIVIFALIL T

( AS REPRESENTED BY THE MAYO
(Duly authorised by Council)

- MR ERIC NGCONGO

| AND

MR S MNGWENGWE

MUNICIPAL MANAGER
[‘the Employee’]

15 January 2020 - 30 June 2020



FINITION:OF SCO¥

B Qutstanding Performance
4 Performance significantly above
expectation

3 Fully effective

2 Performance not fully satisfactory
1 Unacceptable Performance
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Performance Plan

L Attached as Annexure C

2|Page




Aube pue AssuoH "L}

s UONEDIUNWWOD 0|

& Aosindwoo SNJ04 JOWO}SNY) PUB UOHEIURLIQ JUaIID) "6

s Aiosindwoo Juswiamodwy pue Juswoabeuey sjdoad ‘g

g sisAleuy pue Buinjog ws|qoid "2

@/ uoleaouu AsAlaq 99IMBS g

Qs Jawabeuep abpajmouy| ‘g

ewsabeuey abueyn v

cT Alosindwioo Juswabeuey [eOURLY ¢

Juawebeue 10sfoid pue awweliboid 'z

CT diysiapes] pue Ayjqede) sifiejeng-),
R ST ; ® . i Era .

‘(molAal
Japun esf ay) Jo} Juswaaibe soueuliopsd paubls ayy woy usye) aq pinoys sybispn 131 0N) mojeq pabIybiy sie siebeuep Joy DIND Aos|ndwos
‘qol Jayssiy o) sjqeoydde ase Jeyy OWDO 8soy) e jsuiebe passesse agq pjnoys lebeuel uane — sapusladwos s109 Usag|a sy uo psseq aie SN0

(WD) euayuy Juswebeueyy 9105 ay3 ug uonenoen

(
()




sbed|y

Iledinjunw ay} Jo bujuonouny
ay} aroidull 0} Ajlanesuo olweuAp pue [euondaoxg gl
juswpedap
Jojdas auy jeuoiieu Jayjo Aq padinbai se asusjedwon g
S SOUBLIDAOD) LI SIS
ucnelpay Ul sINg 2
auldidsIp/piey
[edidlUnuw [BUOOUNY BUO UEY) Jow Jo abpamouy ‘9
uoljejuawaidu
pue sisAjeue ‘uopeziienjdeouos Aoljod Ut eousiedwon g
SIX8)U09 JILICLIOIS pue
[e100s ‘eomjod 2108ds ueolyy YINoS Jo [eqojb jo ebpamouy i
Buniodoy pue jusiuebeue)y souBLLIOISg 1o abpajmouy "¢
yiomewely Aoljod [euoneu pue
aAne|siBa| sy} ulypm uonejuswadw pue Jo uonejasdia] -z
Juswabeuew-)os ul aouajedwor)

o]

(mel1Aal Jopun Jesh ay) Joj Juslesibe soueLLOpsd paubis ay) WOl USYE) oq pINoys JBIBAA ‘J1LON)
‘qol Jayysiy o} ajqeddde a.e jey} 5,007 asoy} ||e jsuiebe passasse aq pnoys labeuely Lans — seousiadwion 2100 UsAs|e SU) UC paseq BIE §.909

(002) AONILIdNOD TYNOILYANID0 THOD FHL NO NOILYNIVAR

e’ —~—




sBbedl|g

Y

GCoT  dum) QY | S \QSS@\ 792w 3) S«E.w\\
=rer wnl Q¢ &_.13\\{\“ \D.,.E.G&\ _@u_\_ \BTMM
@267 PunL Of | dpopam \ y‘:i\w\“ %%EM HEE\B%\ 9_3@
P T i
NV1d LNIWJOTIAIA TYNOSHId

SN

N



PERFORMANCE ASSESSMENT RATING

The Assessment Rating will be used to add the score and calculate a final KRA score (80%) and
a final CMC and COC's score (20%).

The Table Below should be completed by the summarized total of each panel member (Note:
Weight should be taken from the signed performance agreement for the year under review)

RPA:. EIG
Basic Service Delivery o
2. Municipal Institutional Development
0 [
and Transformation , / ’
Local Economic Development O

Municipal Financia! Viabitity and
)
Management 6 /+

3. GUud GUVEITIANGE &nd Fublic

2
Participation & § / *

6. Cross Cutting Issues N0 ¢ [




o Ll Py

N

Sirétééic Capéblllty* & Llééaéréh‘ip

s (07
2. Programme & Project Management Jo%
3. Financial Management (Compulsory) 10%
4, Change Management s
5. People Management & A
6. Governance Leadership 20

1. Moral Cdrﬁgéiénce g 4,
2. Planning and Qrganizing /g'/,
3. Analysis and Innovation 5%
4. Knowledge and Innovation /g ’/“
5. Communication 5 fo
6. Result and Quality Focus 5%

Key Results

KRA (Key Result Area)

CC (Conduct Criteria)

c) FINAL SCORE

E
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AGREEMENT TO PERFORMANCE AND DEVELOPMENT PLAN

I agree with the objectives as set out in the above Performance and Development Plan and
undertake to achieve the objectives as agreed on.

smnumu;ae:....@’”\ﬁ IM'W"% A

N

| undertake to support ............................ (Name of Manager) with the achievement of

FEEDBACK ON INFORMAL QUARTELY REVIEW:

FEEDBACK FROM REPORTING OFFICER:

8|Page
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